Executive Committee - Agenda, 9/25/2018 by Academic Senate,
LPOLY 
Academic Senate 
Meeting of the Academic Senate Executive Committee 
Tuesday, September 25, 2018 
01-409, 3:10 to 5 p.m. 
I. Minutes: none. 
II. Communication (s} and Announcement (s): 
Ill. Reports: 
A. Academic Senate Chair: 
B. President's Office: 
C. Provost: 
D. Statewide Senate: 
E. CFA: 
F. ASI: 
IV. Business Item(s): 
A. Approval of2018-2019 Committee Charges: (pp. 2-3). 
B. Appointments to Academic Senate Committees for the 2018-20 term: (pp. 4-6). 
C. Appointments to University Committees for the 2018-2019 academic year: (pp. 7-8). 
D. Approval of2 additional WTUs, for a total of 4 WTUs, to Fairness Board for the 2018-2019 Academic 
Year. 
E. Resolution on Campus Climate: OUDI Collective Impact Report, Funding, and Student Fees: Camille 
O'Bryant, Associate Dean CSM (pp. 9-45). 
F. Resolution on Use of Campus for Visiting Speakers to Protect Core Operations and Provide 
Transparency: Margaret Bodemer, History Department and Carrie Langner, Psychology and Child 
Development Department (pp. 46-48). 
G. Resolution to Modify the Bylaws of the Academic Senate: Dustin Stegner, Academic Senate Chair (pp. 49-
50). 
H. [TIME CERTAIN 4:15 p.m.] Resolution on Course Criteria for GWR-Certified Upper-Division Courses 
Across the Curriculum: Dawn Janke, GWR Task Force Chair (pp. 51-56). 
I. [CLOSED SESSION, TIME CERTAIN 4:45 p.m.) CONFIDENTIAL: Naming of Building {Materials sent 
electronically): Matthew Ewing, Vice President of Development and Andy Thulin, CAFES Dean. 
V. Discussion Item(s): 
A. Modification of Attachments 
B. Waitlist Changes 
VI. Adjournment: 
805-756-1258 ~~academicsenate.calpoly.edu 
09.20 .18 (gg) 
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Charges for 2018-2019 
Academic Senate Committees 
Budget and Long-Range Planning Committee 
• Review of Strategic Plan. Resolution Fall 2018/Winter 2019 
• Develop a resolution requesting a budget calendar from the administration with mechanism for reporting back to 
the Senate or ASB&LRP. Fall 2018 
• Continue discussion of faculty representative on university budget formation. AV 2018-2019 
Curriculum Committee 
• Resolution on minor programs/double counting . Fall 2018 
• Revise policy on blended programs. Resolution Fall 2018 
• Consult with Academic Senate Task Force on e-learning addendum. AV 2018-2019 
• Review of curriculum proposals. Ongoing. 
Distinguished Scholarship Awards Committee 
• Evaluate candidates and recommend recipients for the Distinguished Scholarship Award. 
Distinguished Teaching Awards Committee 
• Evaluate candidates and recommend recipients for the Distinguished Teaching Award. 
Faculty Affairs Committee 
• Update university-level personnel policies document. AV 2018- 2019 
• Discussion of continuation of equity programs. AV 2018- 2019 
• Revision of office hour policy. AV 2018- 2019 
Fairness Board 
• Address academically related, grading, matters for students and instructors. As needed 
• Discuss revision of procedures regarding committee member refusal. Fall 2018 
• Review bylaws to consider issues such as grievances after graduation and 60-day grade change requirement and 
who, other than the students, is entitled to be involved or informed with regards to a case. 
GE Governance Board 
• Revise GE template in accordance with EOllOO (revised) . Fall 2018/Winter 2019 
• Review GETF report and prepare resolutions, where appropriate, for GE revision. Fall 2018/Winter 2019 
• Review of curriculum proposals : catalog cycle proposals and continuous course review proposal. Ongoing. 
• Explore "course renewal" cycle (in tandem with ASCC). Ongoing 
• Organize and guide GE Area Workgroups and D&I Workgroup. AV 2018- 2019 
• Work with GWR revision workgroup. Resolution Fall 2018 
Grants Review Committee 
• Review of grant review procedures. Fall 2018 
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09.20.18 (gg) 
Instruction Committee 
• Discuss ways to raise faculty and students' awareness about academic dishonesty/plagiarism. Academic Year 
2018-19 
• Revision of campus cheating policy. Fall 2018 
• Follow up with registrar's office to explore alternative time patterns for 4-unit classes Fall 2018 
• Work with Registrar's office on a new resolution on waitlist/permission numbers (from Registrar's report to the 
Academic Senate) 
Research, Scholarship, and Creative Activities Committee 
Sustainability Committee 
• Develop and pilot more SLOs assessments. Ongoing 
• Respond to AS-787-14 
1. Review new courses in the 2017-2019 catalog for SUSCAT. Fall 2018 
2. Encourage faculty to teach sustainability in new and existing courses. Ongoing 
3. Work with the CTLT to provide support for faculty seeking to teach classes involving sustainability. 
Ongoing 
• Develop procedures to identify sustainability courses in catalog and on PASS. Fall 2018 
• Respond to 2014 CSU Sustainability Policy directives. Ongoing 
1. "The CSU will seek to further integrate sustainability into the academic Curriculum working within the 
normal campus consultative process 
2. The CSU will develop employee and student workforce skills in the green jobs industry, prompt the 
development of sustainable products and services, and foster economic development." 
• Support campus efforts to improve Cal Poly's AASHE STARS certification credits. Ongoing 
• Work with students to better integrate approaches to sustainability inside and outside the classroom curriculum. 
Ongoing 
• Follow up the April 2017 Sustainability Charrette Action Items. Fall 2018 
1. Define a Cal Poly statement on sustainability and integrate into the hiring process 
2. Study how Cal Poly might implement a sustainability graduation requirement 
3. Define organization and responsibilities for a Cal Poly Office of Sustainability 
USCP Review Committee 
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09/14/18 (gg) 
Vacancies for 2018-2020 Academic Senate Committees 
*Indicates willingness to chair if release time is available 
COLLEGE OF AGRICULTURE , FOOD AND ENVIRONMENTAL SCIENCES 
Distinguished Teaching Awards Committee 
Fairness Board 
Julie Huzzey, Animal Science (4 years at Cal Poly) Tenure track 
Dr. Fernando Campos (ASCI) suggested I consider serving on the Fairness Board, as the CAPES 
representative, when his term of service on this committee recently ended. I am very interested in 
being on the committee and feel that my area of professional expertise and my passion for advising 
would make me an excellent candidate for this position. I will begin my 5th year as a faculty member 
in the Animal Science Department. My background is in the field of animal behavior and animal 
welfare/ethics. I am experienced in discussing contentious issues that necessitate consideration from 
different ethical perspectives. As a scientist, I also place great emphasis on providing empirical 
evidence to help support reasoning on difficult topics. I can imagine that many of the cases brought to 
the university fairness board involve making decisions about student or faculty moral conduct as well 
as reviewing empirical evidence to help support the case. I feel my background in studying and 
teaching ethics in Animal Science, provide me with an excellent foundation for being able to 
objectively assess cases presented to the fairness board . In the Animal Science Department, the 
faculty also play an important role in our students' academic advising; I currently advise 79 students. 
This is a service I am passionate about, I enjoy, and that has given me fascinating insights into the 
struggles our students face on a day-to-day basis. I understand that many grievances submitted to the 
fairness board are related to grades for assignments or performance. My advising has taught me that 
students care deeply about their performance and that faculty have an important role to play in clearly 
articulating the performance expectations they have for their students. As a committee member I 
would approach grievances with objective consideration. Faculty have just as much a role to play in 
contributing to student academic performance as the student themselves. Overall, I think people 
would describe me as detail-orientated, compassionate, fair, and as someone who holds her students to 
a high academic standard. I believe these would be useful traits to bring to the fairness board. 
Grants Review Committee 
Instruction Committee 
COLLEGE OF ARCHITECTURE AND ENVIRONMENTAL DESIGN 
Budget and Long-Range Planning Committee 
Jason Hailer, Construction Management (2 years at Cal poly) Tenure track 
While I do not have any current accomplishments or projects in regards to this particular committee, 
my expectations and goals are simplistic.lam interested in the direction of the university and how 
that direction impacts SLO County. In addition, an insight into how funding opportunities support the 
Cal Poly and SLO communities as the university and region faces growth even with the uncertainty of 
public opinion. Even though my family and l are semi-recent transplants to SLO, it is easy to see how 
the initiatives on campus affect the surrounding communities , specifically in available/affordable 
housing for faculty/staff and student involvement/contributions in the area. l believe in a larger 
context the Cal Poly Budget and Long-Range Planning Committee can have a positive influence in 
balancing these efforts while supporting the Cal Poly community as a whole. 
Distinguished Teaching Awards Committee 
Sand:,, Stannard. Architecture ( 16 years at Cal Poly) Tenured. Incumbent 
I enjoyed serving on the DT A committee during the 2017-2018, filling out the term of a CAED 
colleague. 
As a recipient of this award myself, I feel like I understand the process. 
Having served on the eommittee last year, I understand the task and the scope of work for this 
committee. 
I appreciate the opportunity to serve the University by participating on DT A committee. 
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Instruction Committee (2018-19) 
Cannen Trudell. Architecture (8 years at Cal Poly) Tenured 
My backgrourid as a spatial thinker and designer (as an architect) has been excellent training for the 
thinking required to synthesize complex institutional puzzles. Design by its' nature is a product of 
relational thinking, where many interrelated variables are manipulated to produce a result. Good 
design, is the artful result of a creative approach to these complex relationships. A design approach 
can be applied to any problem or issue. I see academic schedules, course meeting patterns, and 
cheating as complex relational problems that may benefit from a creative design sofution. 
During my 8 years at Cal Poly I have been a member of the Academic Senate, the CAED Strategic 
Planning Committee; the Architecture Department (AD) Curriculum Committee; the AD Retention, 
Promotion, and Tenure Committee; the AD Tenure/Tenure-Track Faculty Committee; and various 
AD ad-hoc committees as needed. I am currently the Vice-Chair of the Architecture Department 
Tenure/fenure-Track Faculty Committee. In this capacity I assist with development of meeting 
agendas, facilitation of meetings, preparation/approval of meeting minutes, and follow-through on 
resolutions. I have also 
served as the first-year, second-year, and architectural technology course coordinators. In these roles I 
have worked with between 8 and 14 faculty members to develop pedagogy and to establish learning 
goals and class materials. I am by nature a collaborative worker, and actively hone my skills as a 
listener, facilitator, and communicator. 
I am interested in the Instruction Committee as someone who is extremely committed to teaching. 
One way that I can demonstrate this commitment is through my on-going relationship with the CTL T 
and Patrick O'Sullivan. Since starting at Cal Poly in 2011 I have participated in Leaming 
Communities, Book Circles and various workshops. I am leading a team of people in revising a major 
portion of the architecture curriculum and have worked with Patrick over the past two years to 
develop faculty team-building exercises, curriculum development workshops, and assessment tools. I 
am also interested in this committee as a means of better understanding Cal Poly and the underlying 
infrastructure which governs teaching activities. 
COLLEGE OF LIBERAL ARTS 
Budget and Long-Range Planning Committee 
Distinguished Scholarship Awards Committee 
Julie Rodgers, Psychology & Child Development (7 years at Cal Poly) Tenured 
I have a strong interest in serving on the Distinguished Scholarship Award Committee . I have served 
on numerous award committees for the American Psychological Association, Psi Chi, and the 
International Association of Cross Cultural 
Psychology. I have also served as a grant reviewer for the National Institutes of Health, the National 
Science Foundation, etc ... Listed below: 
Selection Committee, Graduate Research Grants, Psi Chi International Honor Society (2017) 
Selection Committee, Graduate Research Grants, Psi Chi International Honor Society (2016) 
Selection Committee, AP A/Psi Chi Edwin Newman Graduate Research Award, American . 
Psychological Association (2015) 
Selection Committee, Early Career Award, International Academy of Intercultural Research (2015) 
Grant Reviewer, Psi Chi Undergraduate Research Grant, Psi Chi International Honor Society (2014) 
Organizing Committee Member, International Association for Cross-Cultural Psychology Regional 
Conference. University of California, Los Angeles (2013) 
Selection Committee, Early Career Award, International Academy oflntercultural Research (2013) 
NIH Review Panel Member; for RFA-MH12-l30: Basic Research on Decision Making: Cognitive, 
Affective and Developmental Perspectives. Bethesda, Maryland (2011) Selection Committee, Otto 
Klineberg Intercultural Relations Award, Division 9 of APA {2011) Selection Committee, Society of 
Personality and Social Psychology annual conference (2011) Ad hoc reviewer for grant agencies: 
National Science Foundation, Canadian Institutes of Health Research 
Faculty Affairs Committee 
Instruction Committee 
Research, Scholarship and Creative Activities Committee 
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COLLEGE OF SCIENCE AND MATH 
Grants Review Committee 
Crow White, Biological Sciences (6 years at Cal Poly) Tenure track 
In relation to the teacher-scholar model, my professional activities at Cal Poly are weighted toward 
scholarship. During my six years at Cal Poly I have maintained a very active student-centered 
research program in my lab. My research is funded by grants currently totaling $ l .8m, provided to me 
by both extramural awards (e.g., from the Bureau of Ocean Energy Management, National Science 
Foundation, CSU COAST, Waitt Foundation, Moore Foundation, Packard Foundation, and California 
Sea Grant) as well as by Cal Poly internal awards (by CSM RSCA, and the School of Education 
Cotchett). I also have served as a grant reviewer for several societies, including the National Center 
for Ecological Analysis and Synthesis; CSU Council on Ocean Affairs, Science & Technology; and 
the National Science Foundation. As a reviewer, I provided written constructive critical analysis of 
the merits and deficiencies of the proposals, and worked with the Program Officers in ranking 
the proposals for funding, and in evaluating the proposal review process. For these reasons, I believe I 
could be a valuable asset to the CSM Grants Review Committee. I also expect that I would learn more 
about scholarship activities at Cal Poly and efforts to fund those activities, which I think I would find 
enjoyable as well as productive in furthering my own professional development. There is one caveat 
to my application: this Fall I will be submitting both my tenure package as well as an application for 
taking a sabbatical the following year. If both are approved, then I will not be in San Luis Obispo 
during the 2019-20 academic year. 
Todd Hagobian, Kinesiology and Public Health (9 years at Cal Poly) Tenured - Incumbent 
I am seeking to serve my second tenn on this committee. I have previously reviewed grants for NIH 
and other state agencies, similar to the reviews of this committee. My goal is to review grants and 
presentations in an unbiased manner, and to serve the university, faculty, students, and committee. I 
understand the workload necessary to provide the service, and am willing to serve another term on the 
committee. 
ORFALEA COLLEGE OF BUSINESS 
Distinguished Scholarship Awards Committee 
GE Governance Board 
Sustainability Committee 
PROFESSIONAL CONSULTATIVE SERVICES 
Distinguished Teaching Awards Committee (2018-19) 
Faculty Affairs Committee 
Brett Bodemer. Library (9 years at Cal Poly) Tenured - Incumbent 
This committee is extremely important to faculty interests and the academic health of the university. 
Although at the end of last year I declined to submit my statement of interest, the summer break has 
given me the opportunity to reconsider, and I would be pleased to offer service for another tenn. 
Having worked on some of the continuing documentation I will not need any onboarding as a new 
member might. 
Sustainability Committee (2018-19) . 
Research, Scholarship and Creative Activities Committee 
ACADEMIC SENATE CURRICULUM APPEALS COMMITTEE 
Doug Keesey,English (30 years at Cal Poly) Tenured. Incumbent 
I would be happy to continue serving on this committee. 
I have served as GE Director (for 8 years) and Chair of the Senate Curriculum Committee (for 5 
years). In addition, I have served on department, college, and Senate curriculum committees, and I've 
been a department chair. I've also served on GE committees (area and governance), and I've been an 
academic senator. Ifl were to continue, my input on the Appeals Committee would be informed by 
this wide range of experience. I would also work hard to keep an open mind, to hear both sides of an 
issue, and to take the time to really understand it. In thinking through issues, I would try to keep the 
best educational interests of the students as foremost in niy mind 
-7-
09/17/18 (gg) 
Vacancies for 2018-2019 University Committees 
ACADEMIC ASSESSMENT COUNCIL-2 Vacancies - CAFES (2018-21) and PCS (2017-20) 
ADVISORY COMMITTEE ON WORKPLACE VIOLENCE PREVENTION - (2018-20) 
AIBLETICS ADVISORY BOARD - 2018-21) 
Robert HoltzapJ?le, Physics (l Oyears at Cal Poly) Tenured 
The accomplishments that I will bring to the Athletic Advisory Board are: I) I was a student-athlete at 
the University of California as an undergraduate and Stanford University as a graduate student, 2) I 
am an academic advisor for physics majors, 3) I have been named teacher of the year twice in the 
physics department, and 4) I conduct National Science Foundation sponsored research at major 
international laboratories and universities such as SLAC, CERN, and Cornell University. 
Having been a student-athlete and now a professor, I understand the demands of maintaining a 
balance between the sport and academics necessary to be successful in the classroom and on the field. 
I am interested in making sure all student-athletes, independent of sport and gender, have equal access 
to the necessary academic support for their success. 
CAMPUS PARKING AND TRANSPORTATION ADVISORY COMMITTEE-2 Vacancies (2018-20) 
Scott Johnston. Physics 10 years at Cal Poly) 
Parking is, and will continue to be, an issue at Cal Poly given limited space and future increases in 
student enrollment. As a bike commuter and regular user of the SLO public transit system, I am a finn 
believer in alternative transportation programs which can help to alleviate space problems by reducing 
the number of vehicles that arrive on campus each day, and which have the added benefit of reducing 
the carbon footprint of our campus community. I do drive my personal car to campus several times a 
month, however, and I understand that alternative transportation is not the solution for everyone, or 
even the large majority of our campus community members. Still, even small gains in the number of 
people using alternative means of transportation on any given day can make a significant impact on 
parking and traffic flow on campus. If elected to serve on the Campus Parking and Transportation 
Advisory Committee, I would work to more-widely advertise existing alternative transportation 
programs, and to create new programs that encourage alternative transportation within the Cal Poly 
community. In addition to being familiar with bicycle commuting and public transportation in SLO, I 
have been a member of several campus communities (The University of Arizona and the University of 
California, Santa Barbara) where alternative transportation was strongly encouraged. At Cal Poly, I 
have served on a variety of department-level committees, and I am currently serving on the 
university-level Commencement Policy Committee. I look forward to the opportunity to leverage this 
experience, and to work with other member of the Campus Parking and Transportation Advisory 
Committee to make getting to, and going from, Cal Poly less stressful for all members of our 
community. 
CAMPUS SAFETY AND RISK MANAGEMENT COMMITTEE-(2018-20) 
.E_ric Jones, Chemistry and Biochemistry (5 years at Cal Poly) Tenure track 
As an assistant professor, I have yet to serve on a University-level committee; however, I feel the 
mission of the Campus Safety and Risk Management committee would be a natural extension ofmy 
service on my department's Safety Committee from 2014 through 2017. In Chemistry and 
Biochemistry, the Safety Committee is focused on identifying, mitigating, and developing appropriate 
standards and policies for occupational safety risks, since such hazards are widespread in a chemistry 
department. Our attention is thus focused on OSHA and Chemical Hygiene Plan compliance, as well 
as setting internal standards to keep our facilities safe for our employees and students. My 
responsibilities included inspecting laboratory and common spaces for safety hazards, keeping proper 
documentation of incidents and violations, and assisting with the development of policies based on 
current best practices from industry. After three years spent learning the 
importance and the challenges of these issues in the narrow context of my department, I am eager to 
apply what I have learned to new challenges in the broader Cal Poly environment. 
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One major development that occurred during my time in my department's committee was a revision 
to our requirements for personal protective equipment (PPE),_toward a stricter safety standard. This 
required a risk assessment to be performed for all potential health and safety hazards in every 
undergraduate course-based laboratory in our curriculum. I took on the responsibility of developing a 
standard protocol for this risk assessment, which was ultimately distributed to all department course 
coordinators and staff. Moreover, I conducted this assessment for all undergraduate labs in my 
subdiscipline (biochemistry) in order to design an appropriate PPE policy for each (above and beyond 
OSHA requirements) . Thus, _I have demonstrated skills in risk assessment, policy building, and 
soliciting input from concerned parties (faculty, students, staff, and University police and healthcare 
departments). 
Of course, the mission of the University Campus Safety and Risk Management committee is much 
broader than that ofmy departmental committee, encompassing issues such as campus security, public 
health, and disaster preparedness. Having become familiar with the health and safety challenges of a 
chemistry department, I am now eager to learn about the more complex and diverse issues and 
requirements for keeping an entire University safe. I view this opportunity both as a chance to give 
back to Cal Poly as a servant of its students and staff , and also to make myself a more aware 
employee and educator with a better appreciation for the safety and security challenges faced by our 
various departments each day. I hope the Campus Safety and Risk Management committee will agree 
that my experience makes me suitable for the task. 
DISABILITY ACCESS AND COMPLIANCE COMMITTEE - DACC (2018-20) and ARB - (2018-20) 
DACC 
Brian Self. Mechanical Engineering (12 years at Cal Poly) Tenured 
Upon arriving at Cal Poly, I partnered with the Kinesiology Department and colleagues in Mechanical 
and in Computer Engineering to write a grant on developing adapted physical activity devices. These 
were designed and built by Cal Poly engineers and kinesiologists as part of their senior projects, and 
most products were delivered to clients in the local community and beyond (e.g., specific individuals, 
Special Olympics, Disabled Sports of Eastern Sierras). In Spring of 2017, I piloted a Rehabilitation 
Engineering course, where student teams worked on smaller scale projects for Cal Poly's DRC, Jack's 
Helping Hand, and Special Olympics . Throughout these projects I have learned a lot from our 
community partners, and have a working knowledge of the ADA and many issues dealing with people 
with mobility impairments (and some other accessibility issues as well). I feel tltatmy background in 
mechanical and in biomedical engineering could add an interesting 
perspective to the committee, and I also feel that I would learn a lot by serving on the DAIC - much 
of which I could incorporate into my classes 
INTELLECTUAL PROPERTY REVIEW COMMITTEE - 3 Vacancies - CAFES (2017-20), and CLA 
(2018-19), a~d PCS (2018-21) 
CAFES 
Peter Livingston, BRAE (2 years at Cal Poly} Tenured 
I have been involved with the University IP people and have found them very fair and competent. 
SUSTAINABILITY ADVISORY COMMITTEE-(2018-20) 
UNIVERSITY UNION ADVISORY BOARD - (2018-19) 
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Adopted : 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS- -18 
RESOLUTION ON CAMPUS CLIMATE: 
OUDI COLLECTIVE IMPACT REPORT, FUNDING, AND STUDENT FEES 
1 WHEREAS, Cal Poly has had significant campus climate issues; and 
2 
3 WHEREAS, The Office for University Diversity and Inclusion (OUDI) posted the Diversity 
4 Action Initiatives Document on May 2, 2018; and 
5 
6 WHEREAS, OUDI's Collective Impact Year End Report was released in June 2018; and 
7 
8 WHEREAS, The Collective Impact Year End Report contains short and long-term 
9 recommendations from the three strategy groups ( curriculum, recruit and retain, 
10 and campus climate); and 
11 
12 WHEREAS, If implemented, many of the recommendations of the report have the potential to 
13 improve campus climate; and 
14 
15 WHEREAS, Many of the recommendations involve the need for increased fiscal and human 
16 resources; and 
17 
18 WHEREAS, Cal Poly is the least diverse campus in the CSU System; and 
19 
20 WHEREAS, Cal Poly is the most expensive campus for students in the CSU System; and 
21 
22 WHEREAS, Cal Poly has established a number of student fees over a period of many years; 
23 and 
24 
25 WHEREAS, These higher student fees may affect the ability of Cal Poly to attract a more 
26 diverse student population; and 
27 
28 WHEREAS, Cal Poly has put human and fiscal resources to advancement and development; 
29 and 
30 
31 WHEREAS, Cal Poly has had success in fund raising in several areas including Athletics and 
32 new campus building construction; and 
33 
34 WHEREAS, Cal Poly is in the planning stage for the next Advancement Campaign; therefore 
35 be it 
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36 RESOLVED: That the Academic Senate shall endorse the process recommended in OUDI's 
37 Collective Impact Year End Report of June 2018 and shall strongly encourage the 
38 Cal Poly campus to be involved in discussions of the report; and be it further 
39 
40 RESOLVED: That Cal Poly shall establish as its highest priority a campaign to raise funds in 
41 support of diversity and inclusivity; and be it further 
42 
43 RESOLVED: That Cal Poly shall establish a target goal for this diversity and inclusion fund 
44 along with regular reporting of the progress in meeting this goal; and be it further 
45 
46 RESOLVED: That Cal Poly shall encourage matching funds in order to enhance leverage in 
47 meeting this diversity and inclusion fund goal; and be it further 
48 
49 RESOLVED: That Cal Poly shall establish diversity and inclusion as the theme of the upcoming 
50 Advancement campaign; and be it further 
51 
52 RESOLVED: That Cal Poly shall conduct an audit of all Campus Academic Fees as well as the 
53 Student Success Fee and report annually on the uses of such student fees; and be 
54 it further 
55 
56 RESOLVED: That Cal Poly shall determine whether those fees could be used more efficiently 
57 and whether the total cost of the fees could be reduced while accomplishing the 
58 same goals. 
Proposed by: Paul Choboter - Math Department, Dianne 
DeTurris -Aerospace Engineering, Ashley Eberle -
Career Services, Harvey Greenwald - Emeritus 
Academic Senate Chair, Camille O'Bryant -
Associate Dean, CSM 
Date: September 13, 2018 

· Opening Remarks, Dr. Jozi De Leon, Vice President for Diversity & Inclusion 
· Collective Impact in Review, Kari Mansager, OUDI Program Director 
· Campus Climate Recommendations 
• Curriculum Recommendations 
· Recruit & Retain Recommendations 
· Small Table Discussions on Connecting Pieces and Potential Gaps 
· Next Steps 
Common Agenda 
• Movingtowardssame goal 
Common Progress Measures 
• Measures that get to TRUE outcome 
Mutually Reinforcing Activities 
• Each expertise is leveraged as part of the overall 
Communications 
•Allows a culture of collaboration 
· We are a community that is committed to diversity, inclusive community 
building, equity, cultural humility, and social justice as important aspects of 
everything we do. 
· We believe that trust and mutual respect are gained through transparency 
and communication and are key in empowering and strengthening our 
university community 
· We incorporate inclusive excellence as central to our relevance, 
sustainability, and academic rigor as we become a university for the future 
· Eliminate the achievement gap between traditionally underrepresented 
students and others. 
· Curriculum and policies driven by our diversity and inclusion values. 
· Work towards becoming an HSI and/or MSI and serving a student 
population that is representative of CA. Our staff and faculty will also 
reflect CA1s diversity. 
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1. Communicate clear expectation that everyone is responsible for diversity work, 
campus-wide, and should be recognized for such work 
2. Provide a report out (state of diversity) in Fall quarter and a Town Hall in Spring quarter 
Provide a consistent platform for students, faculty, and staff to express feedback about 
campus climate to administration and other decision-makers 
Communicate clear expectations of conduct with associated accountability systems 
Improve the relationship between San Luis Obispo community and Cal Poly students, 
faculty, and staff, especiallythose from underrepresented groups 
6. Enhance the on boarding of students, faculty, and staff and embed into new employee 
orientation learning opportunities related to diversity and inclusion 
7. Conduct a campus climate survey with a clear action plan for how report findings will be 
utilized 
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Provide .Admissions & Recruitment additional resources (staffing, programming, and targeted scholarship programs) 
to recruit URM 
\jse data being colle<;ted by University Advising to support implementation of new programs specifically targeting 
1dent1f1edgaps and nsk factors 
Require all faculty and staff to provide a statement about the role of diversity and inclusion in Higher Education as a 
supplemental question in all applications and answer a question about diversity and inclusion during their interview 
Strategic coordination of efforts to publicize diversity and inclusion resources to all students 
Provide additional resources (staff and programming funding) fro the Cross Cultural Centers 
Create a university-wide snapshot of student volunteers and paid positions around recruitment and retention of 
underrepresented students. 
Implement the Exit Interview Protocol that includes exit interview for all permanent Cal Poly employees 
Create a ~ousing Liaison position to assist newly hired faculty and staff transition to the San Luis Obispo County 
community 
Develop a mentoring program for new faculty and staff of color and from other underrepresented groups 
1. What are connecting pieces amongst the 
recommendations? 
2. What are some potential gaps amongst the 
recommendations? 
• Summer 2018: OUDI will synthesize the recommendations and create a draft strategic 
plan 
· Fall 2018: Inclusive Excellence Committee review recommendations and approve strategic 
plan 
· Fall 2018: OUDI will host a "State of Diversity and lnclusion"to share recommendations 
and strategic plan 
· Fall 2c;n8:_StrategyGro_ups and subgroups will (re)form and being 
meetI ng/1mplementat1on 
• Winter/Spring 2019: Strat~gy Groups continue to review existing efforts and assess and 
recommend necessary actions 
· 2018/2019 Academic Year End: Strategy Groups report out recommendations 
· Continue the Collective Impact cycle to reach our aspirations to advance diversity and 
inclusion at Cal Poly! 
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Curriculum Strategy Group 
Co-Leads: Jennifer Teramoto Pedrotti, Camille O'Bryant, Denise Isom 
Charge 
Infuse diversity, inclusion, and social justice into the curriculum to advance socially relevant 
instruction and prepare all students for the future. 
Problems Identified 
The curriculum strategy group tended to focus more on possible solutions/recommendations than actual 
problems. However, we offer the following four problem areas that are relevant to the recommendations 
we made. 
• Need for increased awareness about the importance of infusing diversity, inclusion and social 
justice into the curriculum or advancing socially relevant instruction. 
• Need for more professional development opportunities to learn how to infuse diversity, 
inclusion and social justice into the curriculum 
• Need for better retention of faculty and staff who are interested in and/or have the expertise to 
advance culturally relevant instruction 
• Need for a more defined community of faculty and staff who are interested in/committed to 
advancing socially relevant instruction 
• Cal Poly does not have a clear or sustainable record of preparing students for the future as 
evidenced by findings from DLO Assessment project (2008-2011) or observations from WASC re­
accreditation report (date?) 
Short Term {ST) Recommendations (To be explo red within the next year ) 
Recommendation 1: 
We recommend that each college/unit increase their explicit commit to increasing diversity and 
inclusiveness awareness, knowledge, and skills, specifically in attracting (and successfully hiring) 
applicants that value these areas: 
1. Each college will develop a College Diversity Statement 
2. Each college will develop a position description for an Associate Dean position (either half time 
or full) that will incorporate specific and significant responsibility regarding diversity and 
inclusion 
3. Statements of Diversity and Inclusion will be required not only for all hires to faculty positions, 
but also for all hires to staff positions 
Rationale and Relevance: 
The College Diversity Statement and requiring of Statements for Diversity and Inclusion serve as 
outward facing examples of our value for diversity and inclusion. These examples may deepen 
our hiring pools in both staff and faculty. The addition of Associate Dean positions (or a 
reallocation of time devoted to these topics within existing positions) allows for dedicated 
personnel to be responsible for the activities in this section, including assisting with the hiring 
process and assessment of skills in this area, and in terms of developing systematic efforts at 
retention of new faculty and staff focused on these areas. 
Achievable Timeline 
• Fall, 2018: Developing a College Diversity Statement could be assigned to a committee 
within each college. Requiring Statements of Diversity and Inclusion is already mandated for 
faculty and would just be expanded to staff. OUDI could provide consultation if necessary. 
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• 2018-2019 Academic Year: Reorganizing or developing positions descript ions for the 
Associate Deans is something that could be accomplished rather quickly. If these positions 
were created as new then funds would need to be identified to determine if the various 
colleges could support them . If existing positions were reorganized to include diversity and 
inclusion as a significant portion of duties, additional funds may not be needed. 
Measurement Efforts 
• Reports of diversity and inclusion efforts in the college could be submitted by Associate 
Deans with this area of responsibility 
• Monitoring of pool of applicants with re: to diversity aspects 
• Recording of demographics with re: to successful hires 
• Recording developments in curriculum and/or service work related to diversity and inclusion 
• If increases occurred in underrepresented faculty or staff, it may also be correlated with 
increases in underrepresented students; keeping close watch on this to see if this 
relationship bears out would be important data to collect 
Recommendation 2: 
Creation of a "First Year Experience" for all new faculty that consists of attending a specific number of the 
following to increase cultural competence before full teaching loads are in place. Examples of activities 
might include (a fuller list could be developed if desired): 
• CTLT Book Circle on The Culturally Inclusive Educator 
• Implicit Bias Training (extended version) 
• UndocuAlly Training (all three) 
• Participate in the summer TIDE program (CTLT) 
Rationale and Relevance: 
This recommendation would assist the campus in creating organized opportunities for faculty to 
begin to develop cultural competence and inclusive teaching strategies, while also making 
explicit our campus value for diversity and inclusion from the beginning of the hiring process. As 
newer faculty have reduced teaching loads, some time would be available to spend on these 
endeavors such that they enter their full load of teaching with more expertise in inclusive 
teaching strategies and/or cultural awareness. Associate Dean positions (following execution of 
recommendation 1) could assist in the identification of appropriate activities for this section. 
Achievable Timeline: 
• 2018-2019 Academic Year: Development of this First Year Experience could occur in 
anticipation of the faculty cohort beginning on campus in 2019-2020. New faculty hires 
could work with their college (or OUDI if necessary) to devise a plan for their first year 
experience, which would be approved by the college. Report of activities related to diversity 
and inclusion could be submitted to Dean of each college (and the Provost if desired) at the 
end of each year . 
Measurement: 
• Faculty could be evaluated on this area as a part of their probationary period (e.g., 
measurement in awareness, knowledge, and skills) separate from the RPT process. 
Recommendation 3: 
We recommend that a group be established on campus for young professionals who are devoted to 
diversity topics and work. This group would be a place where mentoring, professional development, and 
other topics would be presented in addition to having social events and opportunities for networking and 
mingling (similar to the Young Professionals Networking Group in the community) . Partnering w ith other 
community groups (e.g., YPNG, Race Matters, NAACP, etc.) could be explored as well. 
Rationale and Relevance: 
Some reports of staff and faculty who have left positions at Cal Poly cite among their reasons the 
lack of diversity and lack of community on the Central Coast and the San Luis Obispo. A group 
such as this, would help to lead new faculty and staff to a group of individuals that may be similar 
to them in interests and potentially demographics . 
2 
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Achievable Timeline: 
• Fall 2018: Create a "mixer" event inviting individuals with interest and experience working in 
areas of diversity and inclusion across the campus to come together 
• Winter / Spring 2019: Offer 2-4 events focused on various professional development topics 
(e.g., "Doing Diversity Work at a Predominantly White Institution" or "Creating Community 
on Campus") given by diversity/inclusion-focused faculty and staff who have been on 
campus for a longer period of time. 
Measurement: 
• Create opportunities for involved individuals to give feedback and evaluations on 
effectiveness and utility 
Recommendation 4: 
We recommend that the University DLOs become ULOs and are utilized as CLO's and PLO's in course 
proposal and course and program reviews/assessments. 
1. Update the existing Diversity Learning Objectives (DLO's) 
2. Integrate the DLOs into the Program Learning Objectives (PLOs) for Academic Affairs 
and Students Affairs 
3. Operationalize the DLO's in parallel with Course Learning Objectives (CLO's) for all 
applicable course proposals and course reviews (i.e. course proposals would require 
faculty to list which DLO's are applicable to their course and indicate how the course 
content and assessments meet those objectives) 
4. Provide professional development/training on how to write measurable diversity 
learning objectives (CTLT). 
Rationale and Relevance: 
This recommendation would strengthen the University DLO's, establish them as the common 
university-wide set of measurable goals and work to better integrate and assess diversity and 
inclusion in course proposals, GEGB course reviews, as well as AA and SA program evaluations. 
Future campus assessments of student learning around DLO's will more accurately reflect and 
inform our efforts and success in these areas. 
Achievable Timeline: 
• 2018-2019 Academic Year: The USCP taskforce has committed to contemporizing the existing 
DLO's, OUDI can issue an additional charge to expand that effort 
• 2018-2019 Academic Year: Consultation for and writing of a senate resolution to include the 
DLO's in the ULO's and function alongside CLO's 
• Work with SA to weave DLO's into their PLO's and as part of ongoing program evaluations 
• CTLT and their Inclusive Excellence specialist will design workshops/trainings around the 
development, integration and assessment of DLO's 
Recommendation 5: 
We recommend that the RPT /WPAF process Include a review of Diversity and Inclusion efforts . 
1. Add a section to the WPAFfor a Diversity Statement (separate narrative section or in 
addition to existing narratives on Teaching Philosophy and/or Professional 
Development) 
2. Revise language in the WPAF instructions to include Diversity and inclusion efforts in the 
Teaching, Research, and Service sections 
3. Provide trainings and materials for department and college Promotion and Retention 
Committees to assist in their assessing of the D&I content and student evaluations 
4. Provide training for faculty on inclusive teaching practice and design (CTLT - expansion 
of TIDE trainings, Inclusive instruction book circles, etc.) 
Rationale and Relevance: 
As the University works on recruiting and retaining student with marginalized identities, 
faculty and staff can have an extraordinary impact (positive or negative) on these students' 
ability to succeed at Cal Poly. Faculty and staff need relevant tools and resources to become 
better equipped to create inclusive classrooms, to meet University, College, Department 
3 
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DLOs, and the University values around Diversity and Inclusion. The additions of Diversity 
and Inclusion into the RPT/WPAF processes, encourages meaningful integration while also 
establishing a mechanism for accountability as well as an institutionalized means to 
recognize and reward exemplary efforts 
Achievable Timeline: 
• 2018-2019 Academic Year: OUDI, in partnership with departments and colleges already 
implementing elements of the recommendation, can work to develop best practice models for 
voluntary implementations in the Fall of 2019 
• 2018-2019 Academic Year: Consultation with Academic Personnel to develop strategies for 
campus wide implementation and any needed senate resolutions and/or contract negotiations 
• Development of materials and trainings for both faculty members and department and college 
PRC's 
Recommendation 6: 
Expand the current University USCP requirement to two courses, a lower and upper division. 
Recast/rename USCP to reflect a more critical engagement with issues of Diversity (e.g. "Critical race and 
intersectional studies", etc.). As is currently the case with USCP, this two-course requirement would be 
fulfilled through the G.E. program, not as an addition to it. Courses must be reviewed and approved by a 
committee of scholars with expertis(;! in ethnic studies, queer studies, and/or women's and gender 
studies. 
Rationale and Relevance: 
The most recent university assessment of our DLO's, our G.E. program, and University WASC 
accreditation, all revealed a need to increase the presence of diversity in our curriculum. Current 
racialized and gendered issues on campus, along with the student demands that have followed, 
call for a new ethnic studies requirement. This two-course University requirement would meet 
that need while not adding to impacted curricular programs. 
Achievable Timeline: 
• 2018-2019 Academic Year: With the G.E. Taskforce report due this Spring, the campus will be 
posed for this change and can begin work in the Fall to write the needed senate resolution 
4 
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long Term Recommendations (To be explored within the next 2-3 years) 
[2-4 Long Term Recommendations) 
Recommendation 1: 
We recommend that Cal Poly commits to university-wide cluster hires focused on diversity and inclusion 
such that: 
• These hires occur every 2-3 years to have a cumulative effect 
• Sources of funding for money toward new faculty lines should be identified by the Provost's Office 
(e.g., earmarking some of the Opportunity Grant funds) 
• Cluster hires that focus on staff also be considered (with an emphasis on experience with 
underrepresented students and relevant topics) 
o Faculty interview process with regard to diversity question(s) should be expanded to staff 
interview process so as to ass.ess staff candidates' past experience related to diversity and 
social justice driven initiatives; reviewed by OUDI; etc. 
Rationale and Relevance: 
This recommendation addresses the need for more underrepresented faculty and staff on campus, 
and indirectly may bring a better climate for underrepresented students as well. In addition, it asks all 
colleges to work together to be more explicit about value of diversity and inclusion in their area of 
campus, and spreads the work across the different disciplines to make sure that multiple voices 
contribute to the discussion. 
Achievable Time/ine: 
This recommendation requires the development of funds for faculty lines (via Opportunity Grants 
may be the best sources; part of the 25% devoted to the campus, perhaps), and requires the 
continued use of a committee to assess and recommend faculty proposals to the provost (staff 
cluster could be overseen by existing Student Affairs personnel). Once this funding is developed, the 
cluster hire could occur every 2-3 years. 
Measurement: 
Measurement would be obtained by noting the increase in diversity within pools and after new staff 
and faculty are hired. This is a longer term goal as it will come to fruition as more positions are filled. 
Recommendations for the Strategy Group Itself 
Please provide a brief narrative of your suggestions for the strategy group (i.e. structure, name, charge, 
constitution, co-lead structure, etc.) 
The structure of the strategy group worked well. It was beneficial to have more than one co-lead, as 
multiple views were brought to the planning and process. The meeting schedule allowed enough time to 
get work done in between meetings, but was stringent enough to keep the group on task. 
· s 
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Recruit and Retain Strategy Group 6-1-18 
Group Charge 
This group looks to fulfill our moral imperative to recruit and retain underserved and underrepresented 
students (URM, pt generation, low income, women in male-dominated fields, etc.) . 
Problems Identified 
• We do successfully recruit students of color, but can't compete with the financial support 
provided by the UCs and private institutions 
• Faculty, staff, and students of color face discrimination in local communities when seeking 
housing 
• Campus visits by prospective students are not always funneled through Admissions 
• Onboarding is inconsistent across units and there is a need for mentoring programs for faculty 
and staff of color 
• Admissions & Recruitment is not adequately resourced (not enough FTEs/unable to pay 
volunteers-Poly Reps, Partners Ambassadors, Hometown Heroes} 
• Cross Cultural Centers are not adequately resourced (not enough FTEs and need more 
programming funds) 
Short Term Recommendations (To be explored within the next year) 
{2-4 Short T~r_m R_~_~om~en_~ation~) 
• Recommendation SMART 
. Provide Admissions & Recruitment additional : Specific: Provide opportunities for 
. resources (staffing, programming, and : competitive prospects to build and foster 
targeted scholarship programs) to recruit : relationships with key campus influencers . 
URJ\!I. Expand currently enrolled student volunteer 
, efforts-Hometown Heroes/Ambassador 
• groups. Identify and promote scholarship 
programs prior to each recruitment cycle. 
Expand prospect student database across 
university to help maintain accurate records 
of recruitment activities throughout campus 
colleges/departments/clubs/organizations 
Measurable: Applicant/Yield data analysis; 
Post event/activity qualitative surveys 
Attainable: Hire admissions staff to 
implement robust group tour and campus 
visitor center program. Hire staff to support 
alumni/current student volunteer programs 
and universal prospect student database 
, implementation. Provide collateral to 
promote recruitment activities and 
scholarship programs. 
Relevant: Strengthen relationship between 
prospects _and c_amp~s influencers 
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.. . 
Use data being collected by University 
Advising (Beth Merritt Miller) to support 
implementation of new programs specifically 
targeting identified gaps & risk factors. 
. . . 
Require all faculty and staff to provide a 
statement about the role of diversity and 
inclusion in Higher Education as a 
· supplemental question in all applications and 
answer a question about diversity and 
inclusion during their interview 
Timely: Generally takes an 18 month cycle to 
recruit the next class of students-begin hiring 
additional staff with operating budget over 
next 3-6 months 
Specific: Examine policies related to 
identification of 1st gen/Pell eligible/etc. to 
balance student privacy with the need of 
Food Pantry, University Advising, etc. to do 
targeted outreach. Explore possibility of 
mandatory advising at a specific time e.g. end 
of 1st year or start of 2nd- use staff and 
1 faculty advisors- ensure that all students talk 
i to someone at some point. Target at-risk 
! populations (higher representation of 
I students in need of support for retention) & 
: provide information about resources 
Measurable: Graduation and persistence 
rates. 
Attainable: University Advising currently has 
: a survey, we should continue and provide 
' additional follow-up conversations. 
Relevant: This would assist students in 
reaching their goal and strengthen our work 
with CSU Graduation Initiative 
T~111ely:Re_view quarterly . 
Specific: Require all faculty (including lecturer 
positions) to include diversity statements in 
their application. Require all staff (including 
MPPs) to answer a supplemental question 
about equity and inclusion in the application. 
Faculty already required to answer a diversity 
question during interview. Include this 
process for staff through HR providing pre­
approved sample questions. All staff 
interviews require asking at least one of 
: these questions. Ask HR to provide a rubric of , 
what constitutes an acceptable answer. 
: Measurable: The measure will largely be 
; whether or not this is being implemented. 
The EEF report could also include a checkbox 
on whether or not the diversity question was 
asked as a supplemental question in the 
application and during the interview. 
Attainable: Do we need to get union 
approval for this in staff applications and 
interviews? We also would like a process for 
vetting the sample diversity questions such as 
: ~en_ding them out to campus along with a 
2 
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·-
; Strategic coordination of efforts to publicize 
diversity and inclusion resources to all 
• students 
. Provide additional resources (staff and 
· programming funding) for the Cross-Cultural 
Centers. 
Create a university-wide snapshot of student 
volunteers and paid positions around 
recruitment and retention of 
underrepresented stud1:nts. Starting with the 
survey/feedback process and additional 
suggestions. 
Relevant: This sends an outward facing 
message of Cal Poly's values of equity and 
inclusion and ensures that all staff and faculty 
know about and have answered to those 
values 
Timely: We would like this to take place by 
2019/2020. 
· -- ···-- -- -·--·····-· ----
Specific: Quarterly meetings of 
representative staff from different offices 
that represent diversity and inclusion 
programming. Communicate with faculty 
about text & 1,nks to put on syllabi & 
course websites ( coordinated by 
CTL T/OUDI/CCC/U. Advising/Campus 
Health & Wellbeing) to: connect students 
to campus resources; have consistent 
inclusion statement; statement 
encouraging students to ask for help. 
Measurable: By using a database we would 
be able to track engagement and usage of 
the services. We would also need to get 
feedback from students. 
Attainable: Yes, through clear 
communication and timelines. 
Relevant: Providing a comprehensive 
resource to assist students by coordinating 
resources in one place. 
Timely: Quarterly meeting to discuss 
upco_r.!ling programn,ing an~ services 
Specific: Hire 2 FTE for CCCs and add another 
$150,000 in programming funds. Expand 
existing programs like PCW and fund new 
initiatives including monies to send students 
to conferences and on alternative break trips. 
Measurable: Staff hired and funds allocated. 
Attainable: Reallocation of existing funds 
and/or donor-driven. 
Relevant: Provide additional support for SOC 
and other underrepresented groups. 
' Timely: In place for 2019-2020 academic 
yea~ .. 
Specific: A detailed report created through 
surveying campus entities on their initiatives 
: related to recruitment and retention of 
l URMs. Include: hours of effort by studE'!nt by 
3 
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Diversity Action Initiatives summary, research 
the efforts made in terms of what requests 
are made for actions, hours committed to the 
initiative/effort, whether effort is volunteer 
or paid, whose responsibility or who 
, supervises efforts. 
· week/quarter/year, staff, faculty; supervisory 
roles and accountability; 
assessments/program reviews; unmet 
demands and goals (recruit, retain whom?). 
Measurable: Summarize the raw data by 
targeted population and by recruitment and 
retention goals. 
Attainable: Who would be the entity or 
: staff/faculty person who could conduct the 
; surveys and compile the detailed report? If 
relevant entities responded to the survey 
promptly, the report could reasonably 
completed quickly. 
Relevant: In order to evaluate whether to 
provide student course credit or pay for 
effort, whether staff position is 
needed/appropriate, or whether the work is 
seasonal or year-round, the kind of effort put 
in (or that should be put in) need to be 
assessed. The research is also necessary to 
understand what recruitment/retention 
efforts· are well met or not met adequately or 
at all. 
Timely: By October ~~18 
Long Term Recommendations (To be explored within the next 2-3 years) 
{2-4 Short Term Recommendations) 
Recommendation 
: Implement the Exit Interview Protocol that 
includes exit interviews for all permanent Cal 
• Poly employees. 
SMART 
Specific:We would first like a report from HR 
on where campus is at already with this 
: process. Beyond that, we recommend a 3rd 
, party contractor to provide an anonymous 
survey for all employees leaving Cal Poly 
, along with an optional in-person interview 
! with the 3rd party contractor to collect more 
information. This survey/collection process 
would also need to include an informed 
consent process where we let the participant 
: know that if they disclosed experiences like 
· sexual harassment, the university may need 
to pursue an investigation. We would also 
stress the need for an Om buds position that 
serves staff and faculty for an option where 
people can vet their options, including 
. reporting options, BEFORE we lose valuable 
' employees. 
4 
-34-
' Measurable: The 3rd party contractor would 
provide an annual report outlining trends and 
data. 
, Attainable: Reallocation of existing funds 
! Relevant: This would help us have data 
behind the knowledge that many staff and 
faculty of color are leaving campus after not 
having positive campus climate experiences 
Timely: We would like the report out in Fall 
2018__ a11_Q~~':'~s___ _a,_r,_~ ~y?O?Cl 
, Create a Housing Liaison position to assist , Specific: Hire 1 FTE (split between Academic 
newly hired faculty and staff transition to the · Personnel and Human Resources) to create 
San Luis Obispo County community. partnerships with local cities and 
governments to assist staff and faculty 
; transition to the community. 
; Measurable: Someone hired into this role or 
, change offunctions to meet this need 
! Attainable: Reallocation of existing funds 
i Relevant: To combat housing discrimination 
_ _ _ _ _ _ __ _ Ti~~ly~_l_n__ _ pla,_c~_for_201~-?0_ 
Develop a mentoring program for new faculty ; Specific: Have each Division of the institution 
and staff of color and from other create a mentoring program for incoming 
underrepresented groups faculty and staff as part of the onboarding 
process. 
Measurable: Programs are vetted through 
HR/Academic Personnel and the FSAs. 
Attainable: Redirect a portion of staff roles in 
HR/Academic Personnel to develop 
mentoring programs. 
Relevant: This will help new faculty and staff 
from underrepresented groups make 
; connections quickly and help to create a 
sense of belonging. 
Timely: In place for the 2019-20 academic 
year. 
Recommendations for the Strategy Group Itself 
Please provide a brief narrative of your suggestions for the strategy group (i.e. structure, name, charge, 
constitution, co-lead structure, etc.) 
We recommend dividing this group into two groups. One that focuses on recruitment and retention of 
students and the other on recruitment and retention of faculty/staff. Within each strategy group, there 
would be a sub group for recruitment and another for retention. 
5 
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Campus Climate Strategy Group 
For nearly four months (February 2018 to May 2018), a group of Cal Poly faculty, staff, students and 
administrators met to discuss and develop recommendations as the Campus Climate Strategy Group. 
Unfortunately, during this period, several bias incidents occurred on and off campus, including a 
student in blackface, which had a significant negative impact on Cal Poly's community. The incidents 
sparked student-led demonstrations and calls for immediate changes in the campus climate. 
Specifically, a group of students, The Drylongso Collective, organized and presented a list of demands 
to the administration to address the various racist acts that impact historically margipalized and 
underrepresented groups on campus. In response, the Campus Climate Strategy Group convened and 
recognized the responsibility to advocate and include, where appropriate, the student demands 
offered by the Drylongso Collective into the recommendations being offered to OUDI. The student 
demands provided a salient student voice and further enriched the discussions by the various 
representatives on the Campus Climate Strategy Group. 
Charge 
The Campus Climate Strategy Group was charged with developing strategies and actions that will move 
the campus climate towards one that reflects the values of Jove, empathy, respect, inclusion, and the 
valuing of differences in order to increase the well-being of all individuals at Cal Poly. 
Problems Identified 
The members of the Campus Climate Strategy Group first met to review the previous and current 
efforts related to diversity and inclusion at Cal Poly. During this time, recommendations collected at 
the various Collective Impact forums were also reviewed. In the various meetings thereafter, the group 
focused their discussions on identifying, assessing, and sharing best practices and strategies to ensure 
a welcoming, inclusive and nurturing environment at Cal Poly. The Campus Climate Strategy Group 
was asked to look broadly across the various departments and programs to examine ways the campus 
can enhance their efforts to improve the learning. living, and working environments for students, 
faculty, and staff at Cal Poly. Several themes emerged highlighting areas where Cal Poly should focus 
efforts: communication and messaging, leadership investment, partnerships and collaborations, 
education and learning opportunities, and institutional self-assessment. 
Several strategies were discussed that target these identified themes and the following priorities were 
identified: 
• Communication/messaging 
o Communicate clear expectation that everyone is responsible for diversity work, 
campus wide, and should be recognized for such work 
o Town hall in Spring, and Report Out (State of Diversity) in Fall (highlighting current 
and historical progress) 
• Leadership investment 
o Venue(s) for hearing student/faculty/staff voices 
o Communicate clear expectations of conduct with associated accountability system 
(policy, code of conduct) 
• Partnerships/collaborations 
o Community relations (SLO, region, California) 
• Education/learning 
o Onboarding of students/faculty/ staff and employee orientation 
• Institutional self-assessment 
o Campus climate survey and report/action plan 
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Recommendations 
The following are recommendations developed by the Campus Climate Strategy Group that include 
both short and long-term strategies that address specific needs for improving the campus climate at 
Cal Poly: 
Recommendation 1: Communicate clear expectation that everyone is responsible for diversity 
work, campus-wide, and should be recognized for such work 
For Cal Poly to build a campus culture that is inclusive and welcoming, every member of the Cal Poly 
community needs to see themselves as someone who has a responsibility to make all members of the 
community feel welcome. As our campus community changes, we need to continue to educate 
ourselves about issues around diversity and inclusion. Along with personal development, initiatives 
focused on systemic changes including the development and implementation of strategies to track and 
measure how everyone on campus is working to build an inclusive campus culture must be 
incorporated . 
This recommendation could be measured in a variety of ways dependent on the actual strategies 
implemented. Specific strategies and measurements that may be utilized include: 
• Beginning in Fall 2018, highlight existing mandatory and optional diversity trainings for the 
campus community 
• Beginning in Fall 2018, intentionally embed diversity and inclusion into new faculty 
orientation, new employee orientation, SLO days presentations, and club advisor training 
• Beginning in Fall 2019, annually collect and report out from every college and division how 
they are promoting and rewarding diversity and inclusion efforts 
• Beginning in Fall 2019, include diversity and inclusion activities into employee performance 
evaluations and faculty RPT (retention, promotion, and tenure) evaluations 
In order for many of these strategies to be implemented, financial and personnel resources will be 
needed. Trainings and presentations require both financial resources for items such as space and 
materials, and personnel resources for the individuals who will provide consistent offerings and a 
presence at relevant activities. This may require additional employees who can perform the work, 
such as an Associate Vice President for Diversity and Inclusion in every college and division, and 
additional budget for increasing and maintaining opportunities. 
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Recommendation 2: Provide a Report Out (State of Diversity) in Fall quarter and a Town Hall in 
Spring quarter 
The campus community is interested in ease of access to information surrounding diversity and 
inclusion at Cal Poly. The Report Out will provide an opportunity to share our progress, including both 
successes and failures, thus providing individuals with enhanced understanding, increased 
transparency, and distinguishes diversity and inclusion as a shared priority for Cal Poly. The Report 
Out would also highlight the intended direction for the campus for the next academic year. The Town 
Hall will provide an opportunity for students, faculty, and staff to ask questions and hear from 
administration - an essential piece in building trust. The Town Hall will provide an opportunity for 
administration to hear what has worked well, where gaps still exist, and provide information or clarity. 
This recommendation could be implemented in a variety of ways and we propose the following for 
consideration : 
• The Fall 2018 Report Out would be formatted as interactively as possible while focusing 
primarily on providing information to attendees. 
• The Spring 2019 Town Hall would be formatted as a question and answer session. While some 
presentation of the purpose and relevancy may be provided, the majority of the time should 
be utilized to exchange perspectives, ideas, and opinions. 
• Topics should address all issues surrounding diversity and inclusion including some of the 
more difficult topics like campus climate, racism, hostile work environment, sexual 
harassment, discrimination, and the meaning of diversity 
• All Cal Poly internal and external community members would be welcomed in order to 
provide everyone with an opportunity to share their thoughts and commitments to the 
university 
• Incorporate various means for participation - in-person, live-streamed, recordings, and other 
uses and technology - so everyone has an equal opportunity to voice their questions without 
fear or intimidation 
• Marketing would focus on the singular event in order to avoid confusion with other similarly­
purposed opportunities 
• Limit the number of panelists and/ or presenters so as to avoid confusion or dilute the topic 
or issue being discussed 
The Campus Climate Strategy Group proposes the Report Out and Town Hall be coordinated by the 
Office ofUniversity Diversity and Inclusion (OUDI). As neither are a current activity provided by OUDI, 
additional personnel resources may be necessary. These additional personnel resources would 
primarily be within OUDI yet consideration must be given for those departments and individuals with 
whom OUDI would need to partner with in order to provide these opportunities. 
Page 3 of 11 
-38-
Recommendation 3: Provide a consistent platform for students, faculty and staff to express 
feedback about campus climate to administration and other decision-makers 
Opportunities for students, faculty and staff to provide feedback about the campus climate are often 
only available as a response to acute incident scenarios. The infrequent availability for these platforms 
leaves members of the campus community with pain and frustration as a result of overt racism, 
exclusion, microaggressions, and overwhelming homogeny. As a result, the impact of the acute 
incident scenarios is amplified. Providing regular, reciprocal communication will allow voices to be 
heard and campu~ leaders to proactively resolve issues before they escalate. Increasing conversations 
inside and outside the classroom will ensure diversity and inclusion isn't just a topic in a time of crisis. 
Additionally, increasing conversations will improve the ability of university leaders to speak 
authentically on this topic resulting in greater trust with students. 
This recommendation could be implemented in a few ways that can be measured using a variety of 
methods as follows: 
• Beginning in Fall 2018, student, faculty, and staff voices will be elevated through the piloting 
of new formal and casual opportunities to meet with leaders with the purpose of discussing 
campus climate. These should occur regularly, regardless of campus incidents. 
• In order to ensure the campus community feels confident submitting a biased incident report, 
beginning in Fall 2018, an incident response plan will be created and implemented. The plan 
will establish a realistic baseline for biased incident reporting. The plan will also standardize 
open forums for students, faculty, and staff immediately following an incident while 
publishing transparent updates on a Cal Poly webpage. 
• Beginning in Winter 2019, new platforms will be utilized or created that weave in diversity 
and inclusion. This should include inviting students, faculty, and staff to more public meetings 
such as Associated Students Incorporated (ASI), Foundation Board, Office of University 
Diversity and Inclusion, etc), and facilitating more ongoing classroom and meeting discussions 
through incentivized dialogue training with faculty and staff, to begin in Spring 2019. 
• Beginning in Fall 2018 and continuing thereafter, campus will see an increase in attendance 
at both acute and ongoing listening opportunities 
• Campus climate survey results will show improvement on opportunities for student, faculty, 
and staff voices to be heard 
• Beginning in Fall 2019, campus will review results from faculty and staff exit surveys to 
determine if strategies were successful 
• Beginning in Spring 2019, student retention rates and Graduate Status Reports (GSR) will be 
utilized to determine if strategies were successful 
• Additional details and tactics for consideration are included in the Addendum 
The Campus Climate Strategy Group recognizes that some of these strategies may take time to produce 
results, but recommends the implementation of the short-term strategies as critical. The campus 
cannot wait until the next egregious bias incident to occur before taking action. Additionally, 
personnel resources will be necessary for this recommendation, and it is proposed that the Office of 
University Diversity and Inclusion take the lead on the coordination of and administrative support for 
responding to reports of bias incidents. The President's Office should also be responsible for the 
coordination of and marketing of the regular listening sessions for students, faculty, and staff. We also 
foresee University Communications assisting with spreading the word about existing public meetings. 
Each of these activities will require not only the departments leading the effort to be involved, but also 
those individuals with whom they may partner. 
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Recommendation 4: Communicate clear expectations of conduct with associated accountability 
systems 
Cal Poly students, faculty, and staff are lacking a consistent message regarding campus expectations 
related to campus climate. Each area of campus, and individual, has a different perspective of what a 
positive campus climate looks and feels like resulting in confusion over campus ideals. Cal Poly not 
only needs to clearly define standards for a positive campus climate, but also to put into place a clear 
accountability system for those who do not adhere to campus expectations. 
This recommendation could be implemented in a variety of ways and we propose the following for 
consideration: 
• Beginning in Fall 2018 and implementing by Winter 2019, develop a zero tolerance policy 
describing the steps taken when incidents ofracism occur. Policy should be made available 
during the admissions process as well as posted to the Cal Poly website 
• Beginning in Fall 2018, evaluate student orientation programs, Week of Welcome (WOW) and 
SLO Days, Greek Life, student clubs, and other student organizations to ensure student leaders 
and other group members are current with policies of appropriate conduct 
• Beginning in Fall 2019, utilize online platform to create and establish a training focused on 
empathy for all faculty and staff 
• Beginning in Fall 2019, partner with New Student Transition Program (NSTP) to incorporate 
empathy training for students during WOW and SLO Days 
In order for these strategies to be implemented, time, financial, and personnel resources will be needed. 
It will take significant time and collaboratiof!. across campus to reach shared expectations of conduct 
as well as an accountability system. Personnel resources would also be needed in order to evaluate 
the various programs on an ongoing basis which may require an additional work assignment for an 
individual or individuals. Financial and personnel resources will be needed in order to create a 
training focused on empathy that ties into our expectations of conduct. Development of on line training 
also requires a significant investment of time to make it engaging and information. 
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Recommendation 5: Improve the relationship between San Luis Obispo community and Cal 
Poly students, faculty, and staff, especially those from underrepresented groups 
The San Luis Obispo community doesn't identify Cal Poly students as their own - as valued members 
of the overall San Luis Obispo city/county community. Students of color as well as faculty and staff of 
color don't feel supported or cannot find the resources they need in the larger community, which is 
less diverse than Cal Poly's student body. The recommendation is to improve the 
relationship/perceptions of the San Luis Obispo community (and beyond) to Cal Poly students, with a 
focus on underrepresented students. The recommendation aims to foster allyship be_tween community 
members and the campus community so that students, faculty and staff feel a sense of welcoming and 
belonging off-campus, and the SLO community (and even county) will gain increased awareness of the 
diversity that people of color bring to this area through increased visibility and interaction with 
students of color. 
Specific strategies could be put into place to foster allyship, explore relationship-building between 
community members and students, encourage and promote community service efforts by students in 
the community, and provide resources for new students, staff and faculty to help widen their networks 
and help them feel more connected to the community. This might look like: 
• Beginning in Fall 2018, highlight stories of our underrepresented groups, on our website, 
through direct media pitching; on social media; through videos that are put online, on public 
access television or used in media pitches; in marketing campaigns throughout town; and 
other ways to introduce students to the community. A redesigned website could drive the 
narrative and get our stories to an external audience. A marketing campaign could introduce 
students of color to the community (see https://www.northcoastjournal.com/humbo ldt/a­
studL' 111-project-see ks-to-briQJ!g_ ·:hum bo Idts-cillllJms-cornY.Di.!;j:'._: 
divide, Content?oid=8697722 .) 
• Beginning in Fall 2019, organize a Diversity Celebration in Mission Plaza, for on-campus and 
community (including nonprofit) groups to participate in, with a focus on a broad range of 
diversity. Make it an annual event, open and accessible to all. 
• Beginning in Winter 2019 and continuing, gather community leaders together to talk about 
ways to attract and support people of color who live and work in the area. Increase 
partnerships with the city, the San Luis Obispo Chamber of Commerce and other groups to 
improve the climate for residents as well as business owners and find more ways to support 
and retain them. Find more opportunities to invite the community on campus to engage with 
students ( during Week of Welcome, for example). 
• Beginning in Fall 2018, enhance communication channels throughout campus to funnel story 
ideas to communications and marketing teams on stories about students of color. Coordinate 
with AS!, Student Affairs and other divisions/ departments to learn earlier of community 
service projects, programs and events to promote their events/raise the profile of what our 
students are doing in the community. Possibly encourage community service ( e.g. faculty 
members could offer credit). 
• Beginning in Spring 2019, create a diversity resource guide with a range of resources on 
campus and in the community, including but not limited to community resources and 
organizations, faith organizations, cultural clubs, local markets/restaurants/businesses (such 
as hair salons), media outlets, events and community contacts. It could be organized into 
various sections - see http: //www2.humboldt.edu/diversity/diversity-resource-guit e. 
Updated annually, it would serve as a resource for all students but be geared toward 
underrepresented, marginalized groups to provide increased support and a larger sense of 
community as soon as they become a.member of our campus community. 
• Beginning in Summer 2019, explore relationship-building in various other ways, such as: community 
get-togethers or potlucks between students and SLO residents, listening sessions and other 
opportunities to bring various groups together. 
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• Beginning in Fall 2019, establish a partnership with San Luis Obispo and northern Santa Barbara 
county school districts to educate K-12 students on diversity and inclusion . This could include 
partnering with teachers to allow students the opportunity to teach supplemental material (and tell 
their story) to student~ in grades K-12, complementing the curriculum. 
Some of the ideas within this recommendation could be accomplished within a year, but many of the 
ideas are ongoing, long-term commitments to increase awareness and foster better understanding, 
empathy and sense of belonging between the campus and external communities. While we have 
identified beginning dates for the proposed strategies, we recommend that the final product may not 
be evident until a later time. The overall recommendation could be measured by a handful of metrics 
such as number of story pitches, news releases, story coverage, community service hours, and/ or even 
a survey of community members to gauge current and future views. 
These ideas will take better coordination and communication between many departments, divisions 
and groups on campus. For this reason, time, financial, and personnel resources will need to be 
available. Personnel from University Marketing and University Communications would be involved to 
coordinate and facilitate marketing and communications efforts. Students would be engaged to work 
,
on the diversity resource guide (and annual updates. Perhaps one could turn it into an app?). The 
campaigns, events, resource guide, and other suggestions would require a budget for production. 
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Recommendation 6: Enhance the onboarding of students, faculty, and staff and embed into new 
employee orientation learning opportunities related to diversity and inclusion 
Vision 2022 states that Cal Poly "will have an enriching, inclusive environment where every student, 
faculty, and staff member is valued." That Cal Poly will "create a rich culture of diversity and inclusivity 
that supports and celebrates the similarities and differences of every individual on campus." And that 
"recruitment and retention of faculty and staff will be drive by professional development 
opportunities ... " In order to achieve this vision, a positive campus climate, and a rewarding space in 
which to learn and work, Cal Poly must focus efforts on the effective onboarding and orientation of 
students, faculty, and staff. Through effective onboarding and orientation, the university can highlight 
the priority we place on a diverse and inclusive climate. As a result of providing opportunities to learn 
of these priorities, including how we define them and what they entail, we will not only benefit from 
greater retention of our students, faculty, and staff from underrepresented groups, but also move 
toward a richer and positive campus climate. 
Specific strategies could be put into place to highlight the value of diversity and inclusion, promote 
learning about unconscious bias and its impact on our relationships, encourage allyship, and provide 
resources for new students, faculty, and staff to connect with others in the campus community. This 
might look like: 
• By Fall 2018, student orientation events (SLO Days, WOW, etc) would include an emphasis on 
the value of diversity and inclusion at Cal Poly 
• By Fall 2019, onboarding of students would include dedicated sessions to learning about the 
definition of diversity and inclusion, strategies for how to avoid bias and discrimination, and 
approaches for being inclusive 
• By Fall 2018, faculty and staff orientation sessions would include an emphasis on the value of 
diversity and inclusion at Cal Poly 
• By Winter 2019, onboarding of faculty and staff would include opportunities to learn about 
diversity and inclusion, awareness of unconscious bias, and strategies for being inclusive. 
These learning opportunities would be required for management (MPP) and confidential 
employees and strongly encouraged for all others 
• By Spring 2019, opportunities to learn about being an effective ally would be offered to new 
and existing students, faculty and staff 
• By Fall 2019, Cal Poly will provide a diversity resource guide for all new students, faculty, and 
staff to connect to campus and community resources, including a special focus on those 
resources available for individuals from underrepresented groups 
While some of these strategies already have dedicated personnel, many are not within the current 
scope of their roles, thus additional time, financial, and personnel resources would be necessary. 
Campus-wide working groups would need to form, both for student efforts and separately for faculty 
and staff efforts, in order to collaborate, partner, and share resources for implementing these 
strategies. Developing and producing learning opportunities requires expertise, about the subject as 
well as effective learning strategies, and takes time to produce. Personnel resources would need to be 
made available in order to take on these additional responsibilities which may require additional 
staffing. Also, budgetary resources would need to be made available in order to supply space, materials, 
and the resource guide. 
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Recommendation 7: Conduct a campus climate survey with a clear action plan for how report 
findings will be utilized 
It is crucial for Cal Poly to cultivate a welcoming and inclusive climate for individuals of all backgrounds. 
A campus climate survey will provide Cal Poly with a better understanding and assessment of how 
members of the campus community relate to and interact with one another on a daily basis. The results 
of the survey will highlight areas of strengths and weaknesses at Cal Poly so the campus can focus 
efforts appropriately on improving the working and learning environments at Cal Poly. 
The following are strategies to make the distribution, analysis, and resulting efforts of the campus 
climate survey of impact at Cal Poly: 
• By Fall 2018, create an outcome report of 2014 Campus Climate Survey. Provide a 
comprehensive report of the outcomes and deliverables that occurred as result of the 2014 
Campus Climate Survey. Report should also include survey results and outcomes that were 
not implemented and provide a rationale. The 2014 Campus Climate Survey Committee 
should be consulted for input and development of report. Outcome report should be 
presented via forums, websites, print, and other venues campus-wide 
• By Fall 2018, assess all recent, current, and forthcoming surveys being administered across 
campus to avoid survey fatigue and duplication of efforts 
• Beginning in Fall 2018, create a new Campus Climate Survey Committee. The new committee 
should include campus-wide representation of students, faculty, and staff, with a focus on 
formulating research design and survey questions. The committee will consult with scholars 
who study this type of research/scholarship throughout the research design and survey 
construction process. The committee will actively reach out to student, faculty, and staff 
groups to solicit input and feedback, including input from area experts like SAFER, Office of 
Equal Opportunity, Cross Cultural Centers, Human Resources and Academic Personnel, and 
Office of University Diversity and Inclusion 
• Beginning in Winter 2019, pilot test new Campus Climate Survey and allow time for revisions 
before campus-wide distribution in Spring 2019 
• Maintain a subset of 2014 and subsequent survey questions to ensure longitudinal study, 
change over time, and analysis for each survey instance 
The Campus Climate Strategy Group anticipates this to be an approximately 2 year process - 1 year for 
development, 2 months to promote, 2 months to administer, 5 months to analyze, and 3 months to 
operationalize with tangible deliverables. The results should provide Cal Poly with a current 
temperature of campus climate, and ensure findings and future tangible deliverables are equitably 
distributed across campus. Given the long-term commitment of this endeavor, we recognize time and 
personnel resources must be made available. This planning, distribution, analysis, and delivery of the 
survey will require ample collaboration and significant investment of people and time. While we 
anticipate the Office of University Diversity and Inclusion may take the lead on this effort, we also know 
the effort will require thorough input on both the development and the results. 
Page 9 ofl I 
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Recommend at ions for the Strategy Group 
The Campus Climate Strategy Groups proposes several ideas for how this strategy group can be utilized 
moving forward. 
• Utilize the group for providing clarity on recommendations, input on proposed strategies 
prior to implementation, and providing feedback on campus efforts 
• Utilize select members to track and measure the implementation of recommendations 
• Utilize select members to collaborate across campus on various subsets of recommendations 
• Utilize select group members to combine with others across campus who can focus on 
providing communications and marketing efforts 
• Transition the group into a platform for students, faculty, and staff of all backgrounds to share 
feedback, including projects, progress, and concerns 
Page IO of 11 
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Addendum 
Additional information related to recommendation 3: Provide a consistent platform for 
students, faculty and staff to express feedback about campus climate to administration and 
other decision-makers 
1. Emphasize the bias incident reporting web page and Campus Police contact info for all campus 
audiences via email and in all ongoing trainings (faculty/staff orientation, WOW, etc.) so all 
campus community members feel confident if they need to report an incident. 
2. Create a campus incident response plan to be implemented after any future campus incidents 
of bias or racism, including 1) timely open forums for students, faculty and staff to have their 
questions answered and speak directly to university leadership; and 2) transparent 
communication via website and email to inform campus and external audiences like 
parents/alumni of the steps taken to remedy the situation and preserve a safe, civil 
environment. 
3. Recommend, incentivize (via evaluation/RPT) and provide training to faculty regarding how 
to discuss issues of diversity and inclusion in a classroom context so students feel they have a 
regular opportunity to share their perspectives. 
4. Evaluate the ongoing calendar of administrative meetings open to the public (AS!, OUDI, 
President's Office, Foundation Board) and promote them to students so they know of all 
opportunities to make their voices heard via existing platforms. 
5. Elevate the voices of staff and faculty who work directly with students (like professional 
advisors) to the leadership level through quarterly roundtable discussions with 10 
professionals at a time to respond to growing concerns before they become a major issue. 
6. Establish "Open Air Lunches" once a month at 805 Kitchen where students can have a free 
lunch with administrators and discuss what's on their mind regarding campus climate. 
Page 11 of 11 
-46-
Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-18 
RESOLUTION ON USE OF CAMPUS FOR VISITING SPEAKERS TO PROTECT CORE 
OPERATIONS AND PROVIDE TRANSPARENCY 
Background 
While invited speakers have the potential to supplement intellectual exchange at the university, 
the core mission of the university is education. One of the core operations on campus is in-class 
instruction and certain past speaker events have disrupted this activity. In our role as educators 
we seek to emphasize the priority of educational activities over entertainment-focused events 
held on campus as well as the need for transparency and accountability for spending on 
campus speakers, especially given the financial constraints of the public university. 
While the University Administration is in the process of finalizing the revised Campus 
Administrative Policy (CAP) (expected to be approved in Fall 2018), in particular Chapter 100, 
Section 140 entitled "Use of University Property and Time, Place and Manner," this resolution 
seeks to support and expand those policies pertaining to guest speakers and use of campus 
facilities. The revised CAP states that "use of campus facilities or other property may be subject 
to a fee and/or require liability insurance or indemnity agreement," and that when this is.the 
case, persons or groups granted the use of campus facilities are responsible for reimbursing the 
University, and must assume responsibility for any damage. Additionally, it outlines that event 
permissions should be evaluated on a "content and viewpoint neutral basis." Section 141 sets 
forth "reasonable time, place, and manner regulations regarding the use of University property 
to ensure that individuals and groups exercising their legitimate rights do not disrupt the 
educational process or other operations of the University." Section 146 states that "activities that 
restrict or disturb the routine business of the University are generally prohibited or closely 
monitored and as such, may be directed to cease or continue in a different location should it be 
determined that such activity is disrupting the routine business of the University." This resolution 
further recommends that outside speakers deemed potentially disruptive and needing extra· 
security measures be held on weekends when the majority of classes do not meet, so as to 
potentially reduce security costs and minimize disruption of the educational process. 
That mission has been disrupted by recent speakers on campus: In April of 2018, the Cal Poly 
College Republicans and the Cal Poly chapter of Turning Point USA, hosted an event featuring 
Milo Yiannopoulos at Cal Poly. Cal Poly ended up spending $46,600 and the CSU spent 
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$39,600, for a total of $86,200 for security for the event. 1 Security costs included wages and 
overtime for 17 University police officers, 54 officers from other CSU campuses and 58 officers 
from other law enforcement agencies. Additionally, Cal Poly faculty and students reported that 
the event, held in Mott Athletic Center, disrupted classes and created what many felt was a 
hostile work environment. 
The previous year, in January of 2017, the Cal Poly Republicans invited Milo Yiannopoulos to 
campus. The University (with funds from the CSU), spent more than $55,000 and the city of San 
Luis Obispo spent more than $9,000 2 on security due to concerns over protesters and counter­
protesters. Furthermore, Yiannopoulos was using the campus tours as a book promotion 
vehicle, in essence making his own profit from taxpayers' money. The Office of University, 
Diversity and lnclusivity (OUDI) and the College of Liberal Arts created a counter-event - UNITE 
Cal Poly with speaker W. Kamau Bell - which successfully diverted attention from Yiannopoulos, 
but also cost the university additional money. In September of 2017, [Vlilo Yiannopoulos' visit to 
the University of California at Berkeley ended up costing approximately $800,000 for security, 
including police officers from eight law enforcement agencies and campuses across the state.3 
UC Berkeley ended up spending nearly 4 million dollars for its "free speech week" in 2017 .4 
Furthermore the University ended up incurring unreported damage costs when counter­
protesters destroyed university property. 
While the rev.ised CAP sets guidelines and criteria for on-campus events, it does not address 
the process by which decisions are made about the speaker applications, nor about budgeting 
and financial considerations, that is, where the money is coming from as well as the 
comparative cost-estimates about each event's potential location and date. Although Cal Poly 
has been responsive to inquiries, the administration should regularly and promptly make this 
information public, in order to provide transparency and accountability, in the appropriate places 
such as the Cal Poly website and/or Mustang News. 
WHEREAS, A core operation on campus is in-class instruction; and 
WHEREAS, Cal Poly, as a public university faces financial constraints; and 
WHEREAS, The revised CAP calls for policies pertaining to guest speakers' use of 
campus to be evaluated on a "content and viewpoint neutral basis"; and 
WHEREAS, The revised CAP sets forth "reasonable time, place and manner'' 
regulations regarding the use of University property; and 
1 Source for figures: http://www.sanluisobis po.com/news/local/education/article210461759.html 
2 Source for figures: http://www.sanluisobispo.com/news/local/education/article208013454. htm 
3 Source for Berkeley costs: https://www.mercurynews.com/2017/09/24/update-barricades-ring-sproul­
plaza-as-berkeley-braces-for-milo-yiannopoulos/ 
4 Source: http://www.kron4.com/news/uc-berkeley-spent-4-million-for-free-speech-event­
security/1012975850 
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10 WHEREAS, The revised CAP states that "activities that restrict or disturb the routine 
11 business of the University are generally prohibited or closely monitored"; 
12 and 
13 
14 WHEREAS, · Student clubs have invited speakers which have cost the university and 
15 the city large sums of money for security, and based on other campuses' 
16 experiences, these costs could be even higher; and 
17 
18 WHEREAS, University business has been interrupted by security needs at past 
19 events; therefore be it 
20 
21 RESOLVED: That outside speakers deemed potentially disruptive and needing extra 
22 security measures should be restricted to weekends, and be it further 
23 
24 RESOLVED: The Cal Poly administration makes public, in a timely manner, the 
25 process by which decisions are made about speaker applications, 
26 budgeting and financial considerations, and comparative cost-estimates 
27 about each event's potential location and date, and be it further 
28 
29 RESOLVED: This information is put into the public record in appropriate places such as 
30 the Cal Poly website and/or Mustang News, and be it further 
31 
32 RESOLVED: The faculty supports the revised CAP, with the resolutions listed above. 
Proposed by: Margaret Bodemer, History 
Department and Carrie Langner, 
Psychology and Child Development 
Department 
Date: August 5, 2018 
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Adopted: 
ACADEMICSENATE 
Of 
CALIFORNIAPOLYTECHNICSTATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-18 
RESOLUTIONTO MODIFY THE BYLAWS OF THE ACADEMIC SENATE 
1 
2 
3 
4 
5 
6 
7 
8 
WHEREAS, The consent agenda is a tool for increasing the efficiency of meetings; 
and 
WHEREAS, The consent agenda is a procedure where a group of items are 
approved in a single motion without discussion; therefore be it 
RESOLVED: That the Bylaws of the Academic Senate be modified as shown on the 
attached copy. 
Proposed by: Academic Senate Executive Committee 
Date: August 21, 2018 
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08.21.18 
ADDITION to Bylaws of the Academic Senate 
Section V. MEETINGS 
E. CONSENT AGENDA 
Items appearing on the Consent Agenda are expected to be routine and 
noncontroversial. Common uses include, but are not limited to, modifications to 
departments, courses, programs, and degrees. (New departments, courses, programs 
and degree must include a resolution and follow the regular approval path for 
resolutions.) 
Any item on the Consent Agenda may be moved to the regular agenda at the request of 
a Senators within the allowed time. If an item is so moved, it shall be placed on the 
Business Items of the agenda as a First Reading item. Certain Consent Agenda Items, 
such as recommendations from the Curriculum Committee or Faculty Affairs 
Committee, may require special procedures. 
Debate is not allowed on any item on the Consent Agenda, but questions for 
clarification are permitted. 
Items not removed shall be approved by general consent without debate. 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-18 
Resolution on Course Criteria for GWR-certified 
Upper-Division Courses Across the Curriculum 
Background Statement: 
The California State University Chancellor's Office established an upper-division writing 
assessment mandate for its 23 campuses in 1978, and the requirement was more recently codified 
in 1997 as Executive Order 0665, Determination of Competence in English and Mathematics. Two 
key points of EO 0665 are as follows: 1) Certification of writing competence shall be made available 
to students as they enter the junior year; students should complete the requirement before the 
senior year; 2) Certification of graduation writing proficiency is an all-campus responsibility. 
The Graduation Writing Requirement (GWR) at Cal Poly currently invites students to fulfill the 
mandate via one of two pathways: earn a passing score on a two-hour, handwritten essay exam, the 
Writing Proficiency Exam (WPE), which is offered two or more times each quarter; or, earn a 
passing score on a timed, in-class essay exam and earn a C or better in a GWR-approved, upper ­
division, quarter-long English course. 
During any given quarter, there are over 9,000 students eligible to fulfill this 
requirement. Generally, each year about 4,000 students complete the requirement by passing the 
WPE, and about 1,500 students complete the requirement in a GWR-approved English course. 
In spring of 2015, in response to a 2014-15 GWR Task Force report, a senate resolution passed (AS-
809-15) that outlined actions the university should take to address the issue of timely GWR 
completion, including the recommendation that "programs/departments develop a concrete action 
plan so that their students take the GWR during junior year." 
Issues with the GWR program extend beyond students' timely completion, however. Whether 
students take the WPE or a GWR-approved, upper-division English course, there is a 
disconnect between what the GWR requirement tests and what experts in the field of writing 
studies advocate. In General Education (GE) Al and A3 courses, as well as in lower- and upper­
division English courses, students are taught that writing requires an understanding of audience 
and purpose; students are also taught the process of drafting, revising, and editing. The GWR as 
presently conceived, however, does not test for careful and intentional writing; rather, it tests for 
extemporaneous writing skills on an unannounced topic. 
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A 2015-17 GWR task force report (AS-839-17) suggested alternative approaches to the GWR for the 
university's consideration. Above all, the task force recommended replacing the current exam­
based approach by 1) expanding GWR-approved upper-division course options beyond those 
currently offered through the English Department; 2) enhancing the writing instruction and 
assessment practices in GWR-approved upper-division courses; and 3) ensuring that instructors of 
GWR-approved courses are sufficiently prepared for and supported in the delivery of writing 
instruction and assessment. 
The task force recognized that the shift from an exam-based to a course-based approach to 
GWR completion should happen incrementally, with the final phase being one in which the WPE 
is necessary to support 10% or fewer students on campus. 
The task force further recommended that the administration establish a GWR advisory board with 
representation from across colleges and chaired by the Writing and Rhetoric Center director, who 
coordinates the GWR, to oversee GWR practices and support writing and writing education 
across campus. The task force believed the GWR advisory board should partner with the Academic 
Senate Curriculum Committee (ASCC) and the General Education Governance Board (GEGB) in 
oversight of GWR-approved upper-division courses. 
WHEREAS, The ASCC; the GEGB; the Center for Teaching, Learning and 
Technology (CTLT); and the University Writing and Rhetoric Center 
(UWRC), which coordinates the GWR, believe Cal Poly students will 
benefit from a writing-enriched curriculum in both lower- and upper­
division courses; and 
WHEREAS, The ASCC, the GEGB, the CTL T, and the UWRC believe the university 
should offer a broad range of GWR-certified upper-division courses in 
both GE and major degree programs; and 
WHERE.AS, Writing instruction and assessment should become a formalized part 
of GWR-certified upper-division courses across the curriculum; and 
WHEREAS, Writing pedagogy within GWR-certified upper-division courses 
should be aligned with nationally recognized best practices as 
expressed by experts in the fields of writing across the curriculum and 
writing in the disciplines; and 
WHEREAS, Writing instruction within GWR-certified upper-division courses also 
should be aligned with expected GWR outcomes; and 
WHEREAS, The instructors who teach GWR-certified upper-division courses 
should be supported accordingly; and 
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WHEREAS, Departments in all colleges should see value in proposing and offering 
GWR-certified upper-division courses in General Education and major 
degree programs; and 
WHEREAS, The criteria presented for GWR-certified upper-division courses 
presented here are based on best practices for writing instruction; 
therefore be it 
RESOLVED: That the university take an incremental approach to approving 
proposals for GWR-certified upper-division courses in both GE and 
major degree programs; and be it further 
RESOLVED: That the university adopt the following procedure for certifying GWR 
upper-division courses across the curriculum; and be it further 
RESOLVED: That the university adopt the following criteria for GWR course 
certification; and be it further 
RESOLVED: That the Provost establish a GWR Advisory Board, which includes the 
Writing and Rhetoric Center director, who serves as GWR 
coordinator; the TT /tenured English faculty member who serves as 
first-year composition coordinator; and the CTLT writing instruction 
specialist; and be it further 
RESOLVED: That the Academic Senate Executive Committee appoint one faculty 
member from each of the six colleges, as well as one Kennedy Library 
faculty member, who are familiar with writing for audiences across 
the disciplines to serve a two-year term on the GWR Advisory Board 
chaired by the Writing and Rhetoric Center director; and be it further 
RESOLVED: That the GWRAdvisory Board work with the ASCC and the GEGB to 
approve GWR-certified upper-division course proposals; and be it 
further 
RESOLVED: That the GWR Advisory Board oversee GWR-certified course-related 
faculty support and GWR program assessment. 
Proposed By: GWR Task Force 
Date: June 8, 2018 
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Criteria for GWR-Certified Upper-Division Courses Across the Curriculum 
A.) Course Capacity 
The recommended course capacity for all GWR-certified upper-division courses is 
25 or less, with a maximum capacity of 30, as currently practiced in GWR-approved 
English courses. Any GWR-certified section of a course with a history of being 
scheduled with a capacity over 30 will lose its GWR designation. 
B.) Enrollment Eligibility 
Students must have junior class standing 1 and have completed GE Area A with 
grades of C-or better in order to be eligible to fulfill the GWR in a certified upper­
division course. 
C.) C~urse Proposal Requirements and Process 
• All proposals.for GWR-certified upper-division courses shall express commitment to 
two or three of the GWR-related student learning outcomes as listed under the 
newly developed GWR category in the curricular management process, and an 
explanation of how those outcomes will be met in the course must be included in the 
proposal; 
• Proposals for GWR certification in online upper-division courses shall follow 
guidelines and standards as outlined in the Resolution on eLearning Policy (AS-750-
12) and consult with both the CTLT writing instruction specialist and an online 
instructional designer about best practices for teaching writing courses online; 
• The workflow process for attaining GWR course designation will be similar to the 
process adopted by the new USCP committee: proposals will be reviewed by the 
GWR Advisory Board and, if approved, then will move in the workflow to the GEGB 
or, for non-GE courses, the ASCC; 
• Proposals for GWR-certified upper-division courses will be approved by ASCC in all 
cases following recommendation from the GWR Advisory Board, and the GEGB 
when applicable. 
D.) Curricular Requirements 
All approved GWR-certified courses must be at the 300- or 400-level and must include 
the following: 
• A minimum count of 3,000 total written words for the quarter 
• Opportunities during the course for both low- and high-stakes writing (minor and 
major writing assignments): 
Q Low-stakes writing opportunities may include but are not limited to blog 
posts, journal entries, and short (potentially ungraded) in-class written 
responses to help students make meaning of course concepts; 
o High-stakes writing should require more sophisticated uses of language and 
should elicit instructor feedback that addresses both the form and the 
content of the student's work. High stakes assignments should ask students 
to engage in complex rhetorical tasks that build on Area A courses, such as 
1 At Cal Poly, any student with 90 completed units has junior class standing; in the case of fulfilling the GWR, if 
a second-year student has 90 or more completed units, that student is eligible to fulfill the requirement 
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synthesizing information, developing evidence-based arguments, catering a 
text for a specific audience, etc.; 
• The equivalent of at least two hours devoted to overt writing instruction that could 
include combinations of any of the following: 
o Applying key rhetorical concepts into course content, such as those with 
which students are familiar from Al and A3, to assignments (e.g. rhetorical 
appeals, logical fallacies, etc.); 
o Explaining the purposes and expectations of a writing assignment; 
o Discussing the disciplinary conventions and contexts of an assignment; 
o Examining models of written work to help students understand how best to 
successfully complete an assignment; 
o Assessing a wide variety of sources and navigating the library's research 
tools; 
o Learning and following specific citation style guidelines (MLA, APA, Chicago, 
etc.) for research-based assignments; 
o Identifying and accommodating the needs of a specific audience; 
o Reading and commenting on peers' works with instructor guidance. 
• One major writing assignment with a word count between 1,250 and 1,750 that 
incorporates a process-oriented approach including the submission of one or more 
drafts upon which students receive feedback during peer review (recommended) 
and/or from the instructor (required) and are given an opportunity for revision; 
Note: An in-class essay exam may not be used to assess writing proficiency for GWR 
certification; 
• Partnership with the UWRC Center to encourage student use of peer writing 
tutoring during the revision process and/or to embed writing tutors into the course 
on a one-time or ongoing basis ( optional); 
• The following course policies for end-of-term GWR Certification: 
o Students must earn a C2 or better on the major writing assignment, and 
o Students must earn a final course grade of C or better with at least 35% of 
the final grade based on the cumulative grade of all writing projects. 
E.) Instructor Requirements 
After the GWR designation is approved for an upper-division course, the department 
scheduling a GWR class will ensure that assigned faculty adhere to the following: 
• Completion of a CTLT-designed workshop series on best practices in writing 
instruction prior to the start of the course and/or a department-designed workshop 
series in consultation with the CTL T Writing Instruction Specialist (Note: All 
instructors who currently teach GWR-approved courses will be required to 
complete an information session and will be invited to offer insights on best 
practices during CTLT workshops for other instructors); 
• Adoption of all GWR-certified curricular requirements and course policies, including 
the following: 
o Commitment to enriching the course with writing practices that support 
writing as a process to learning and meaning-making, as outlined above; 
o Writing assignment evaluation methods aligned with GWR outcomes; 
2 This is driven by CSU policy guidelines. 
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• Clear communication about GWR requirements and policies to students ( e.g., 
students must have 90 completed units in order to be eligible to fulfill the GWR in a 
course, and 2) students are aware that GWR completion is dependent upon a grade 
of C or better both on the designated writing assignment and in the course); 
• Timely submission of grade rosters for all GWR-certified upper-division courses to 
the UWRC with clear notation of students who have completed/not fulfilled the 
GWR in the course 
F_.) Requirements for Ongoing Course Review 
• All scheduled GWR-certified upper-division courses may be audited by the campus­
wide GWR Advisory Board at any time (but at least every 4-5 years) to ensure that 
outcomes continue to be met; 
• Instructors of GWR-certified upper-division courses will be expected to participate 
in aggregate assessment of student performance periodically, on a random basis, by 
the campus-wide GWR Advisory Board in an effort to inform continuous 
improvement of course design, foster ongoing professional development, evaluate 
the GWR program, and ensure alignment between the GWR and the assessment of 
writing as a core competency; 
• Instructors of GWR-certified upper-division courses will be expected to engage in 
CTLT-designed renewal/refresher workshops and/ or department-designed 
renewal/refresher workshops offered in partnership with _CTL T on a regular basis. 
G.) Implementation Plan 
• Upon Senate approval, six or more of the upper-division courses from across the 
curriculum proposed to certify the GWR will be approved as part of Phase I of the 
incremental rollout to offer GWR certification across a broad range of upper­
division courses; 
• All courses selected for Phase I will be required 1) to engage in discussion during 
and at the end of the quarter with the GWR Advisory Board, and 2) to submit 
students' major writing assignment to the GWR Advisory Board at the end of the 
quarter, both of which will inform any necessary revisions to the workflow, 
professional development program, and/or course criteria; 
• A timeline will be established to approve additional courses as resources allow. 
